The study compared the support and rewards provided faculty members for online course teaching and the development approaches used at business schools accredited by AACSB 
Introduction
Distance learning is an accepted component of institutions' long term plans for delivering post secondary education (Sloan Consortium, 2005) , and it is the fastest growing segment of adult education (Carr-Chellman, 2004) . Although no longer viewed as a trend or experiment, distance learning is not totally integrated into higher education administrative procedures. Many educational units have no set plan for creating distance learning courses or supporting faculty members involved in developing and delivering distance learning courses (Blakelock & Smith, 2006) .
Changing from a traditional to an online teaching environment can be a threatening experience filled with challenges (Grant & Thornton, 2007) . Online teaching requires different skill sets from those used in traditional face-to-face teaching. Faculty members must adjust to different student interaction models, create new assignments and assessments that fit the online delivery format, and use different technologies as teaching tools (Bower & Hardy, 2004) . Another challenge faced by faculty members relates to the limited amount of support or respect they receive for their efforts. There often is a lack of administrative and technical support for online instructors, as well as a perception by colleagues and administrators that distance learning is inferior to traditional course delivery methods (Blakelock & Smith, 2006) . These challenges may be an indication why less than 10 percent of the faculty members at postsecondary institutions offering distance education options are teaching a distance learning course (Contexts of postsecondary education, 2006).
The focus of this study was to investigate the changes between 2001 and 2006 regarding distance learning course development approaches used by and support and reward plans available to faculty members at AACSB accredited schools of business. The findings will identify changes that have been made during the five-year period in regards to online course development by faculty members at AACSB institutions and may provide some insight into why the percentage of faculty members participating in distance learning endeavors is so low. Review of Related Literature Kennedy and Duffy (2004) noted the need for recognition to be provided to those educators willing to exert the extra effort required for online teaching. In addition to compensation or release time, recognition can be provided by customizing the reward to meet the preferences of individual faculty members. Examples would be providing enhanced computer equipment, new software, or additional travel funds (Tastle, White, & Shackleton, 2005) . Grant and Thornton (2007) stressed the difficulty associated with creating and delivering quality online courses and predicted that faculty would be unwilling to participate unless adequate promotion and tenure plans were provided to reward and recognize their efforts. Overall, Pina (2008) noted that universities have not yet found an adequate means for recognizing or rewarding faculty members who participate in distance learning endeavors.
In additional to being recognized for delivering online courses, faculty members should expect to receive support while developing online courses. Training on how to integrate best practices into online learning will result in more interactive and challenging courses (Grant & Thornton, 2007) . Educational institutions vary in the amount of support and/or training provided to the faculty members who develop distance learning courses. For those administrators wanting more faculty members to be involved in distance learning endeavors, Bower and Hardy (2004) A team-based development methodology includes technology and pedagogical specialists who take responsibility for certain aspects of the course development, thereby allowing faculty members to concentrate on the subject matter (Restauri, 2005) . The specialists and the faculty member are equal contributors to the course development process. In
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In comparison to using the team approach, distance learning course development decisions can be left solely in the hands of a single faculty member. Restauri (2005) noted that the sole developer approach often is a slower development approach because the faculty member does not have immediate access to or support from experts. Also with the sole developer approach, courses may not meet student expectations in the sense that they do not engage the online learner. The lack of input from pedagogical and technology specialists may result in online courses that are not leveraging instructional technology to support learning (National Education Association, 2000) .
Another online course development approach is called the hybrid approach. With the hybrid approach, course development responsibility is given to a sole faculty member and access to support personnel is provided by the institution. Instructional designers, technology experts, and/or mentors are readily available. Kennedy and Duffy (2004) noted that teachers new to distance learning course development often have questions relating to online instruction and student participation issues. A mentor with experience in teaching distance learning courses can provide valuable guidance and encouragement (Focus on distance education, 2001.)
A certain amount of training is needed regardless of the development approach selected.
Educators new to distance learning may not have had experience using the collaborative tools available through a distance learning platform (Kennedy & Duffy, 2004) . In addition to training on the platform tools, guidance is needed on designing engaging online activities that support student learning (Blakelock & Smith, 2006) . Chenoweth and Schramm (2004) reported significantly higher student ratings when distance learning faculty members applied online course pedagogy guidelines shared through a university- Three areas, associated with distance learning development and delivery, were examined.
The areas included the course developmental approaches used by the institution, the support available to faculty members creating online learning instruction, and the rewards or recognition given to faculty members responsible for creating and delivering distance learning. In the 2001 study, a questionnaire was developed by the researchers and reviewed by a ten-member panel of administrators and faculty members who had experience with developing courses for distance learning. For the second study, the same panel members reviewed the survey and agreed that the questions were still valid for the Table 1 for informational purposes. Outside workshop 11.1% (9) 5.0% (7) P<.10
Outside web-based workshop/course 6.2% (5) 6.4% ( 
Faculty Rewards
The only type of reward or recognition for creating and/or delivering a distance learning course reported by the respondents was receiving an additional stipend for developing and/or teaching online courses. In 2001, 33% of the respondents indicated they received a stipend for developing and/or teaching online courses as opposed to 26% in 2006. As shown in Table 2 , faculty members receiving a stipend in 2006 indicated that the amount typically was based on the sections taught not the number of students enrolled. Another concern is that the majority of the 2006 respondents indicated they were solely responsible for developing the online course. A drawback of the sole developer approach is that a new distance learning teacher is not benefiting from the experiences of others.
Restauri (2005) proposed that supporting a team approach would result in a more successful and resilient distance learning program. When an institution supports a team approach to online course development, it shows a commitment to the development process. Instead of expecting faculty members to become experts in course subject matter, pedagogy, and technology, the institutions provide faculty members with access to the expertise. Ideally, faculty members new to the distance learning format will have multiple opportunities to interact with experienced distance educators through mentoring, and they will have access to online technology experts during the design and delivery phases.
Institutions need to find ways to recognize and reward faculty members who are willing to teach and develop online courses. Pina (2008) 
Recommendations for Further Research
Additional research should be conducted to examine if there is a higher degree of student satisfaction and/or enrollment in distance education courses at institutions that support a team-development approach, provide training options, and reward faculty members as they develop and/or teach distance learning courses.
A similar study should be conducted that includes non-AACSB accredited institutions to determine if a stronger commitment to online delivery is evident or if the same issues are present.
Conducting additional research specific to distance learning training is recommended. It will be beneficial to determine the topics that would be considered most useful by both 
